
California 
Fair Political 
Practices Commission 

Lance H. Olson 
Olson, Connelly & Hagel 
431 J street, Fourth Floor 
Sacramento, CA 95814 

Dear Mr. Olson: 

December 30, 1985 

Re: Your Request for Advice, 
Our File No. A-85-242 

This is in response to your letter dated November 25, 1985, 
seeking advice on behalf of Helen McCloud Thomson. Your 
request is based upon, the following material facts. 1/ 

FACTS 

Helen McCloud Thomson is considering running for a seat on 
the County Board of supervisors in Yolo County. Ms. Thomson's 
husband, captane P. Thomson, M.D., serves as the Director of 
the Mental Health Services Division within the County Health 
Department. 

The county funds the Mental Health Services Division, in 
large part, with money received from the state Department of 
Mental Health pursuant to the Short-Doyle Act (Government Code 
Sections 5600 et seg.). As a condition precedent to receiving 
the state funds, the county must agree to provide ten percent 
of the Division's budget in matching funds. 

1/ These facts have been provided by Mr. Olson; Mr. Gene 
Roh, Yolo County Chief Administrative Officer; Ms. O.H. Fifi 
Zeff, Yolo County Employee Relations Officer; and 
Dr. captane P. Thomson. 
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Dr. Thomson is a civil service employee and is represented 
by the Yolo county Management Association (YCMA) in salary 
negotiations with the county. There are approximately 90 
employees who are represented by YCMA. Overall, there are 
approximately 1200 civil service employees in Yolo county. 
Salary increases for members of YCMA are determined by the 
meet and confer process, pursuant to state law. Formal 
negotiations take place between the county's employee relations 
officer and a representative of the YCMA. The Board of 
Supervisors gives parameters to its employee relatio~s officer 
with regard to the total amount of funds available for salary 
adjustments for employees within each bargaining unit (YCMA is 
one of seven bargaining units). The Board of Supervisors sets 
aside funds in the budget for anticipated salary adjustments. 

There are two types of salary adjustments which are 
available to county employees: (1) across the board cost of 
living adjustments; and (2) equity adjustments. Across the 
board cost of living adjustments would affect all of the 
employees within a bargaining unit. Equity adjustments are 
generally negotiated for specific job classifications within a 
bargaining unit. 

Equity adjustments are determined by surveying "benchmark" 
counties and comparing the salary range for certain job 
classifications within Yolo County with similar job 
classifications within the benchmark counties. Those job 
classifications whose salary varies more than 5% from the 
survey are recommended for equity adjustments. 

Although the Board of supervisors could instruct the 
employee relations officer to negotiate equity adjustments for 
specific classifications notwithstanding the results of the 
survey, this has not occurred in the past. 

When a proposed salary package for a bargaining unit is 
presented to the Board of supervisors (usually after the budget 
process is complete), the Board can either ratify the package 
or refuse to ratify the package. The Board cannot amend the 
package to increase or decrease specific salaries. 

Dr. Thomson also receives compensation for providing expert 
forensic testimony in court. Dr. Thomson does not personally 
receive additional compensation when he appears as the Director 
of the Mental Health Services Division; however, when appearing 
as a private citizen, Dr. Thomson is personally compensated 
although he must take time off without pay from his county job. 



Lance H. Olson 
December 30, 1985 
page 3 

within the county budget, funds are allocated to the courts 
to pay for such expert witnesses as may be needed. The Board 
of supervisors can increase or decrease the court's request; 
however, some level of funds must be appropriated for this 
purpose. Approximately 12-15 psychiatrists comprise the pool 
from which experts are appointed by the court. The decision to 
use Dr. Thomson or any of the other psychiatrists as an expert 
witness in a particular case rests with the court and not with 
the Board of Supervisors. Dr. Thomson appears as an expert 
witness in his private capacity approximately 20-30 times a 
year. 

QUESTIONS 

1. If Ms. Thomson were elected to the Board of Supervisors 
would a conflict of interest arise solely from the fact that 
she is married to the Director of the Mental Health Services 
Division? 

2. "During the budget process would Ms. Thomson be 
prohibited from voting on: 

a. The 10% matching funds for the Mental Health 
Services Division; 

b. The final budget for the Health Department; 

c. The portion of the court's budget related to 
expert witness fees; 

d. Final approval of the entire county budget? 

3. Would Ms. Thomson be prohibited from participating in 
decisions concerning the salary package for the YCMA bargaining 
unit? 

CONCLUSIONS 

1. A conflict of interest does not exist solely because an 
elected official is married to a public employee within that 
official's jurisdiction. A conflict occurs only when the 
public official participates in a decision in which he or she 
has a financial interest. 

2. If elected to the Yolo County Board of Supervisors, 
Ms. Thomson would be required to disqualify herself from 
participating in decisions to fund the Mental Health Services 
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Division and the court appointed expert witnesses. Ms. Thomson 
would not be required to disqualify herself from participating 
in decisions to approve the final budget for the county Health 
Department or the final county budget. 

3. Ms. Thomson would not be required to disqualify herself 
from participating in the decision to accept or reject the Yolo 
county Management Association's salary package. However, 
disqualification would be required on any decision which dealt 
separately with Dr. Thomson's salary. 

ANALYSIS 

The Political Reform Act (the ItActlt)2/ provides that a 
public official may not make, participate in making, or in any 
way attempt to use his or her position to influence a 
governmental decision in which he or she has a financial 
interest. section 87100. 

An official has a financial interest in a decision within 
the meaning of section 87100 if it is reasonably foreseeable 
that the decision will have a material financial effect, 
distinguishable from its effect on the public generally, on the 
official or a member of his or her immediate family3/ or on: 

(c) Any source of income, other than gifts and other 
than loans by a commercial lending institution in the 
regular course of business on terms available to the public 
without regard to official status, aggregating two hundred 
fifty dollars ($250) or more in value provided to, received 
by or promised to the public official within 12 months 
prior to the time when the decision is made. 

section 87103(c). 

2/ Government Code sections 81000-91015. All statutory 
references are to the Government Code unless otherwise 
indicated. 

3/ Section 87103 was amended by Chapter 611 of the 
Statutes of 1985 to include the under-lined language. However, 
the Commission has previously interpreted the Act's conflict of 
interest disqualification provisions as including effects upon 
members of the official's immediate family. See 2 Cal. Adm. 
Code Section 18702.1. 
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"Income" is defined in section 82030 as including "any 
community property interest in income of a spouse." 

" Therefore, we begin with the general rule that the income 
of a spouse is attributed to the public official; accordingly, 
the public official may not participate in a decision that will 
have a reasonably foreseeable material financial effect on the 
source of that income or on the amount of the income to be 
received. 

with respect to the salary of spouses who work for state or 
local government there are two exceptions to the general rule. 
salary from such an agency is not income within the meaning of 
the Act. section 82030(b) (2). Thus, the government entity in 
question is not a source of income under Section 87l03(c) and 
the official may make decisions affecting the agency. 

with regard to effects upon the amount of pay received, the 
recent amendments to Section 87103, cited above, would require 
disqualification as to decisions effecting a spouse's pay. 
However, the Commission by regulation has established another 
exception to the general rule contained in the amended version 
of Section 87103: 

••• an official does not have to disqualify himself or 
herself from a governmental decision if: •.• 

(2) The decision only affects the salary, per 
diem, or reimbursement for expenses the official or 
his or her spouse receives from a state or local 
government agency. This SUbsection does not apply to 
decisions to hire, fire, promote, demote, or 
discipline an official's spouse, or to set a salary 
for an official's spouse which is different from 
salaries paid to other employees of the spouse's 
agency in the same job classification or position; 

2 Cal. Adm. Code section 
l8702.l(c) • 

Question 2(a) - Mental Health Services Division Budget 

It is reasonably foreseeable that a decision by the Board 
of supervisors not to match the state funds provided under 
authority of the Short-Doyle Act could eliminate Dr. Thomson's 
position as Director of the Mental Health Services Division. 
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Although the county would still be required to provide some 
level of mental health services to the indigent population 
(Welfare and Institutions Code section 17000), our discussions 
with the County Chief Administrative Officer lead us to believe 
that without the state funding, the Mental Health services 
Division would not exist. Even though it is unlikely that the 
Board of supervisors would forego the state funds, our analysis 
is concerned with what could be the reasonably foreseeable 
effects of the full range of a particular governmental decision. 

Therefore, because the effect of this decision could result 
in Dr. Thomson losing his job or being demoted, the exception 
in the regulation would not be applicable and Ms. Thomson, if 
elected to the Board of supervisors, would have to disqualify 
herself from participating in that decision. Participation 
includes lobbying other members of the Board in private or 
being involved in the Board's deliberations on the matter. In 
addition, a disqualified official may not use his or her 
official position to in any way attempt to influence the 
decision; this includes discussing the matter with county staff 
who- are involved in the consideration of the particular item or 
issue. 

Question 2(b) - Health Department Budget 

Generally, when a public official is required to disqualify 
herself from participating in specific decisions which are a 
part of an overall plan, the Commission has advised the public 
official that she may participate in the final vote to approve 
the plan so long as the matters in which she has a conflict 
have been decided and are no longer subject to modification. 
(See Commission Advice Letters A-83-l63 and A-83-204, copies 
enclosed). 

Therefore, even though Ms. Thomson would be required to 
disqualify herself from participating in the decision to match 
the state funds for the Mental Health services Division, she 
would be allowed to participate in the decision on the overall 
budget for the Health Department when that item later comes 
before the Board. 

Question 2{c) - Court Expert witness Fees 

When Dr. Thomson appears in his private capacity as court 
appointed expert witness, he is not a county employee, but 
rather a private citizen performing a service for compensation 



California 
Fair Political 
Practices Commission 

Lance H. Olson 
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Dear Mr. Olson: 

January 17, 1986 

Re: Your Request for Follow-Up 
Advice 
Our File No. A-85-242 

This is in response to your letter, dated January 9, 1986, 
seeking reconsideration and clarification of the advice 
rendered to Helen McCloud Thomson in our letter of December 30, 
1985 (A-85-242). 

Subsequent to receiving our letter you have uncovered 
additional facts regardin~ the operation of the Short-Doyle 
Act.1I Previously, you had informed us that Yolo County had 
the option of not participating in the Short-Doyle program by 
refusing to allocate the 10 percent in matching funds required 
by the Short-Doyle Act. We verified this point with the 
County's Chief Administrative Officer and, therefore, 
concluded, in our previous letter,·that a decision by the Board 
of Supervisors against allocating the 10 percent matching funds 
could result in the elimination of the Mental Health Services 
Division and Dr. Thomson's position as Director of that 
agency. Based upon those facts, we advised you that if elected 
to the Board of Supervisors, Ms. Thomson would have to 
disqualify herself from participating in the decision 
concerning the matching funds for the county mental health 
service program. 

11 Our discussions with Mr. Norman Black of the Office of 
Legal Services, Department of Mental Health, confirms your 
revised interpretation of the Short-Doyle Act. 
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However, further research into this matter indicates that 
Yolo County does not have the option of not participating in 
the Short-Doyle program.~ section 5602 of the Welfare and 
Institutions Code provides in pertinent part that the "board of 
supervisors of every county .•. shall establish a community 
mental health service to cover the entire area of the 
county ••• " (emphasis added). Additionally, section 5650 of the 
Welfare and Institutions Code requires that each county adopt 
and submit an annual county plan for mental health services to 
the Director of the State Department of Mental Health. 

Clearly, Yolo county is required to participate in the 
Short-Doyle program. The County's failure to allocate the 
10 percent matching funds would only result in the County's 
forfeiture of the state funds authorized by the Short-Doyle Act 
and would not result in the elimination of the Mental Health 
Services Division or Dr. Thomson's position. (Section 5607 of 
the Welfare and Institutions Code requires that a director be 
appointed by the local governing body to administer the local 
mental health services program.) 

Based upon this clarification of the requirements of the 
Short-Doyle Act we now conclude that Ms. Thomson would not have 
a financial interest in th~ decision to approve the matching 
funds for the Mental Health Services Division. Consequently, 
our advice in the letter of December 30, 1985, is hereby 
amended to reflect these new facts. Accordingly, if elected to 
the Board of Supervisors, Ms. Thomson would not be required to 
disqualify herself from participating in the decision to 
approve the matching funds for the Division of Mental Health 
Services, unless the decision would have a reasonably 
foreseeable effect of at least $250 on her spouse's earnings, 
as specified in the previous letter. Based upon all of the 
facts, that circumstance appears unlikely. 

sincerely, 

7 L f;; '?NLy~' 1--> ~~bert Er~~igh 
Counsel 
Legal Division 

REL:JG:plh 

~ Id. 



BRUCE J. HAGEL 

LANCE H. OLSON 

LAW OFFICES OF 

OLSON, CONNELLY & HAGf3-i. 
431 J STREET, FOURTH FLOOR 

SACRAMENTO, CALIFORNIA 9581jAH 9 Ii 
TELEPHONE 19161 442·2952 

January 9, 1986 

Mr. Robert Leidigh 
California Fair Political 

Practices Commission 
428 J Street, Suite 800 
PO Box 807 
Sacramento, CA 95804-0807 

Re: Helen Thomson - Your file No. A-85-242 

Dear Mr. Leidigh: 

B6 
OF COUNSEL 

LLOYD G. CONNELLY 

I am in receipt of your advice letter of December 30, 1985 
directed to me regarding my client, Helen Thomson. On 
behalf of Mrs. Thomson, I would like to seek both a 
reconsideration and clarification of one of the conclusions 
reached in your opinion. 

Specifically, I am referring to the conclusion that, if 
elected to the Yolo County Board of Supervisors, Mrs. 
Thomson would be required to disqualify herself from 
participating in decisions to fund the Mental Health 
Services Division within the Health Agency of Yolo County. 

I will begin with my request for reconsidera tion of this 
concl usion. Since submi tting our request for advice and 
receiving your letter, we have had an opportunity to speak 
with the chief legal counsel for the California Department 
of f.1ental Health concerning the Short-Doyle Act. At the 
time that we made our request, we were under an apparent 
mistaken impression concerning California's various 
counties' obligations to provide a Mental Health Program 
pursuant to the Short-Doyle Act. ~~ile I pointed out in my 
original request that local counties provide 10 per cent of 
the funds necessary to comply with the State mandated Short­
Doyle Act while the State provi s the remaining 90 per 
cent, I clearly suggested that the county had the discretion 
not to fund the 10 per cent match. Since talking to Mr. 
Carl Elder in the Department of Mental Health, I believe now 
this may not be entirely accurate. Mr. Elder points out 
that l'lelfare and lnsti tutions Code section 5602 tes 
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that every county in the State of California shall establish 
a community mental health service in compliance with the 
Short-Doyle Act. Additionally, Mr. Elder points out that, 
previously, the legislature had permitted small counties to 
opt out of the Short-Doyle Act; however, this provision of 
State Law was repealed in 1984. Further, Mr. Elder notes 
that all counties are required to have a ~'Iental Heal th 
Director. 

In view of all of the above, apparently the California 
Department of Mental Heal th has taken the posi tion that, 
essentially, counties do not have any option in terms of 
participating in the Short-Doyle Act. Thus, even if a 
county were to not provide 10 per cent of the matching funds 
and thereby lose 90 per cent of the State funding, the 
county still would have a statutory mandate to comply with 
the Short-Doyle Act. Furthermore, given the legislature's 
repeal of the option for small counties to opt out of the 
program, apparently the State Department of Mental Health's 
position is that the legislature's intent here was to 
require all counties to participate in the program, 
regardless of size. 

In view of the above, it would appear that both the legal 
and practical effect is that all counties must participate 
in the program. Obviously, the counties would have, 
certainly, discretion in determining the level of the 
program that they would havei however, there is no question 
that such a program must exist and that a director be 
appointed. In my conver sa tions with Mr. Elder, he 
specifically used the example of a county which may have had 
a 200 bed facility and, subsequently, determined that a 1 
bed facili ty would be adequate to comply with the Short­
Doyle Act. Mr. Elder suggested that, under such 
circumstances, the particular county might be invi ting a 
lawsuit from the State for failure to comply with the 
mandates of Welfare and Institutions Code section 5602. 
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I would encourage you to call Mr. Elder at 323-8191 to 
discuss this matter further. I adv ised Mr. Elder that you 
or someone from your staff may, in fact, contact him, and 
he said that he would be more than pleased to discuss the 
matter with your further. 

Obviously, our position would be that if what I understand 
Mr. Elder to have said is the case, then there really 
appears to be, in my opinion, no conflict of interest for 
Mrs. Thomson to vote on funding of the Mental Health 
Division's budget. However, I would appreciate your counsel 
in this area, and reconsideration of this matter. 

The second issue concerns clarification of the same 
conclusion. Specifically, assuming that upon 
reconsideration you still determine that r.!rs. Thomson must 
abstain from voting on funding the Mental Health Division, 
we wish to ver ify that Mrs. Thomson would not be precluded 
from determining how that funding would be allocated once 
the decision were made to fund the program. In our recent 
telephone conversations on this matter, you have suggested 
that my conclusion in this regard is correct. In other 
wor , once the county determines to fund the Mental Health 
Services Division, Mrs. Thomson would be free to participate 
to the fullest extent in determining how those resources 
would be allocated. 

I would like clarification on this matter, as well as the 
question of whether Mrs. Thomson may operate on the 
assumption that funding will occur, in view of the fact that 
the allocation decision may actually occur prior to a vote 
by the board to fund the division. As I understand the 
budgetary process in Yolo County, it begins very early 

rates on an assumption that the Board of Supervisors will 
provide 10 per cent of the matchi funds well in advance of 
the board's actual vote to do so. 
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Thank you for your consideration of the above two matters, 
and I look forward to your response at your earliest 
convenience. If I may provide any additional information, 
please do not hesitate to contact me directly. 

Very truly yours, 

OLSON, CONNELLY & HAGEL , 
i 
i < 

i '\ 

\,> 

LHO/fr 

cc: Helen Thomson 
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November 25, 1985 

431 J STREET, FOURTH FLOOR 

SACRAI.4ENTO, CALIFORNIA 95814 

TELEPHONE (916) 442-2952 

Bob Leidigh, Esq. 
General Counsel's Office 
Fair Political Practices Commission 
428 J street, Suite 800 
Sacramento, CA 95814 

Dear Mr. Leidigh: 

OF COUNSEL 

LLOYD G. CONNELLY 

This office represents Helen McCloud Thomson. Ms. Thomson 
is considering running for the County Board of Supervisors 
in Yolo County. Ms. Thomson's husband, Captane P. Thomson, 
M.D., is an employee of Yolo County. Specifically, Dr. 
Thomson serves as Director of Mental Heal th Services for 
Yolo County. 

Assuming Ms. Thomson were elected supervisor for Yolo 
County, she has the following questions as they pertain to 
the Political Reform Act of 1974: 

1. Is there a conflict of interest if Ms. Thomson were to 
be elected supervisor and Dr. Thomson were to remain as 
director of mental health of Yolo County? 

2. More specifically, would Ms. Thomson be prohibited from 
voting in the following situations: 

a. for the Yolo county budget; 

b. for the portion of the budget funding the Health 
Department within which the Mental Health Services Division 
is located; 

c. on management salary agreements which include the 
Director of Mental Health; 

d. on a management a eernent which consi rs only the 
salary of the Director of Mental Health; and 

e. for the cour t budgets when Dr. Thomson is 
occasional reque to ovide private forensic 

iatric evaluations or serve as an t witness? 
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To assist you in responding to the above requests, I can 
provide you with the following background information. 

Yolo County is governed by a five (5) member Board of 
Supervisors which annually must adopt a budget for the 
operation of the entire county. The budget process begins 
early in each calendar year, when the Chief Administrative 
Officer (CAD) for the county meets individually with the 
var ious department heads to discuss departmental budgets. 
Based on these discussions, the CAD prepares a prel iminary 
budget for presentation to the Board of Supervisors in early 
spring. Budget hearings are scheduled for the summer, and a 
final budget must be adopted by the Board of Supervisors in 
early September. 

Al though Dr. Thomson bears the ti tIe of Director of Mental 
Health Services, he is not a department head within Yolo 
County. Instead, Dr. Thomson serves as a Division Chief 
wi thin the Heal th Department. The department head for the 
Health Department is Mr. Phil Walker. There are four (4) 
Divisions, or service areas, wi thin the Heal th Depar tment 
which include public heal th, county hospi tal, alcohol and 
drug abuse, and mental health. 

Dr. Thomson's Civil Service job classification is 
represented by the Yolo County Management Association, an 
employee organization which represents middle management 
employees. There are approximately 90 employees represented 
within this management group. I have attached to this 
letter a copy of the job classes represented by the 
Management Association. Dr. Thomson's classification is 
marked by the arrow. Also enclosed with this letter is a 
~lemorandum of Understanding between the County of Yolo and 
the Yolo County Management Association. You should be aware 
that Dr. Thomson is not active within the Management 
Association in any capacity other than as a member. 

Salaries for the Management Association are set through the 
meet and confer process, pursuant to State law. Formal 
negotiations take place between the County's employee 
relations officer a representative of the management 
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uni t. The Board of Supervisors gives parameters to its 
employee relations officer with regard to the total amounts 
available for each bargaining uni t (there are seven (7) 
within Yolo County). Historically, the County has granted 
"across the board" cost of living adjustments to its various 
employee groups. In some years past, there have been equity 
adjustments for individual classes. These have come about 
through personnel department surveys of "benchmark" 
counties, or through Management Association surveys, and go 
through the personnel department to the Chief Administrative 
Officer, who then makes a recommendation to the Board of 
Supervisors. 

Histor ically, salary agreements with the var ious employee 
organizations, including the Management Association, are 
approved after the final budget has been adopted by the 
Board of Supervisors. For example, in 1985, the General 
Unit Employee's Association did not settle with the county 
and the salary ordinance was not adopted for this 
organization until late September. The Management 
Association reached its agreement in November and was 
adopted by the Board of Supervisors on November 19, 1985. 

As part of the budget process, the Board, upon the 
recommendation of the CAD, sets aside funds in reserve for 
salary settlements when the preliminary budget is presented 
to it in the spring. After adoption of the salary 
ordinances, salary increases are absorbed within the various 
departments' budgets. In the event salary increases exceed 
the amount reserved, these funds can be supplemented with 
other county reserve funds, if need be. 

Regarding the Mental Health Services Division of the Health 
Department, with which Dr. Thomson serves as Division Chief, 
I have the following background information. First, there 
are approximately 340 employees within the Health 
Department. Approximately 40 of those employees work for 
Dr. Thomson within the Mental Health Division. These 
employees include psychiatrists, psychologists, nurses, 
social workers, counselors, secretaries and clerks. 
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The Mental Health Services Division was started in 1965 with 
Dr. Thomson as psychiatrist, one social worker, a secretary 
and a $60,000 budget. Yolo County, as do other California 
counties, has a Mental Health Services Division due to 
Section 17000 of the Welfare and Institution Codes, which 
requires counties to provide mental health care for indigent 
persons. The 1968 Short-Doyle California Mental Health Act 
extends that care to include psychiatric need. The State of 
California provides 90% of the funding for the Mental Health 
Services Division. The county provides a 10% match. 

State mandated services are for involuntary treatment. 
Community out-patient programs, except case management, are 
discretionary and optional, based on available funds. Other 
priorities within the Division include for the care of the 
chronically mentally ill, services to children, to persons 
inappropriately placed in jail, and to underserved 
populations, including ethnic minorities and the physically 
handicapped. 

The State Department of Mental Heal th has statutory 
responsibility for regulating levels of services, providing 
monies, and monitoring quality of local mental health 
programs. For example, contained in State regulations are 
staffing mandates for psychiatric coverage of out-patient 
clinics, day treatment centers and hospital care. Quality 
control is provided by the California Department of f.lental 
Heal th by assignment of a program analyst, who reviews the 
local mental health county plan, and budgets to assure 
compliance with State law. A program review is also 
conducted every few years by the State, which includes a 
review of patient records, compliance with patient rights 
legislation, and the review of quality of care offered in 
the local program. 

The Board of Supervisors does have the scretion not to 
fund the 10% match. However, if they fail to do so, they 
would lose the 90% State funding, yet still fall within the 
mandates of the Welfare and Institution Code. In Yolo 
County, the Board of isors has always elected to make 
its match of lO%~ 
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Since 1965, there has been an overall growth in the Mental 
Health Services Division. The largest increase overall 
occurred in 1979 and in 1981, when the State of California 
mandated and allocated greater grant funds. The growth rate 
has been fairly regular until 1982 - 1983, when State mental 
health funds were cut. In that budget year, Yolo County's 
share of the budget cuts was $102,000, which the County 
absorbed through salary savings through unfilled positions. 
Another cut in State funds occurred in 1983 - 1984 fiscal 
year; however, this trend was reversed in 1984 - 1985 fiscal 
year when the State increased funds. However, due to 
recalculations of local allocations, Yolo County did suffer 
a $69,000 cut, which was again absorbed through unf illed 
staff positions. In 1985 -1986, the mental health funding 
increased for Yolo County in the amount of $160,000. In 
addition, the State of California funded 20 million dollars 
statewide for the "homeless" program, of which Yolo County 
received $120,000. 

Although the Mental Health Services Division lost funds due 
to cut backs in State Funding in the years noted above, this 
did not change the budget process. The Board of Supervisors 
adjusted the Division I s budget through savings in unfilled 
positions and then adopted the budget. Salary negotiations 
were handled separately for all bargaining units, including 
the Management Association, after the budget process was 
completed. Although a cut back of $102,000 may sound 
significant, it actually represented relatively few 
positions within a Department of 340 and a Division of 60 
employees. 

You should also be aware that the Board of Supervisors is 
not involved in any grievance or disciplinary proceedings 
(incl uding termina tion) invol ving county employees, 
including Dr. Thomson's position. Those sions are made 
by a labor rations panel, whose decisions are final at the 
county level. Any further action would have to be pursued 
through the courts. 

In addition to his compensation as a aried county 
empl Dr. Thomson is also led upon occasionally to 
provi r t for c testimony in cour t. He is 
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compensated for his time. The decision to use Dr. Thomson 
rests with the courts and not the Board of Supervisors. The 
need for such expert witnesses are generally contained in 
the Penal Code and var ious appellate decisions concerning 
the rights of criminal defendants and the trial courts are 
generally compelled to use such sources. 

The Board of Supervisors does allocate the funds to pay Dr. 
Thomson when it approves that portion of the county budget 
which funds the courts in Yolo County. 

In answering the above questions, if you are of the oplnlon 
that a different conclusion might be reached if changes were 
made in the existing budget and salary process, I would 
appreciate your comments. For example, if Dr. Thomson IS 

salary could be procedurally acted upon independent of the 
other salaries and the budget as a whole, would a different 
conclusion result? 

The information provided in this letter was generally 
solicited from Dr. Thomson (666-8630), Yolo County Employee 
Relations Officer, O.H. Fifi Zeff (666-8150) and Yolo County 
Supervisor Betsy Marchand (666-8623). Please contact them 
directly, or myself, if you desire any further information. 

Thank you for your prompt response to this request. 

Very truly yours, 

OLSON, CONNELLY & HAGEL 

LANCE H. 

LHO/fr 

cc: Helen Thomson 
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Lance H. Olson 
December 30, 1985 
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for the county; it is not part of his "salary." Consequently, 
the fees earned as a private expert witness constitute "income" 
under the Act. Section 82030(b) (2). 

Because Dr. Thomson is appointed as an expert witness 
approximately 20-30 times a year, it is reasonably foreseeable 
that the decision to approve the funds for the court's expert 
witness fees would have a material financial effect41 on 
Dr. Thomson distinguishable from its effect on the public 
generally. Accordingly, Ms. Thoms.on would be required to 
disqualify herself from participating in the decision to 
approve funds for court appointed expert witnesses. 51 

Question 2(d) - Approval of the County Budget 

The decision concerning whether or not to approve the final 
county budget is similar to the decision discussed in 
Question 2(b). Although there may be separate items within the 
county budget that require disqualification, Ms. Thomson could 
vote on the final budget so long as those items that required 
disqualification are no longer subject to modification. 

Question 3 - Yolo County Management Association Salary package 

As previously stated, "income" for the purposes of the Act 
does not include a spouse's salary from a local' agency, and 
generally a public official is not required to refrain from 
participating in decisions concerning his or her spouse's 
salary. However, the Commission has limited this exception to 
decisions where the official's spouse is not being singled out 
from other employees in the same job classification or 
position. (See 2 Cal. Adm. Code Section 18702.1(C) (2).) 

The facts presented indicate there is a sufficiently 
impartial and formalized process for determining salary 

41 Pursuant to 2 Cal. Adm. Code Section 18702.1, if the 
reasonably foreseeable effect of a decision will affect 
Dr. Thomson's income by $250 or more, disqualification is 
required. 

51 In a situation similar to this, the Commission advised 
a County Supervisor that he should not participate in decisions 
regarding the funding of the court appointed attorney program 
if such decisions would foreseeably have a material financial 
effect on his law firm. See Advice Letter A-79-113 (copy 
enclosed) • 



Lance H. Olson 
December 30, 1985 
Page 8 

adjustments for members of the YCMA, and it does not appear 
that Dr. Thomson would be singled out from his fellow employees 
in the YCMA bargaining unit. Therefore, Ms. Thomson would not 
be required to disqualify herself from participating in the 
decision to accept or reject the YCMA salary package. However, 
Ms. Thomson would have to disqualify herself from participating 
in any decision which treats Dr. Thomson differently from his 
fellow employees in YCMA. 

I hope this advice is helpful to your client; we will be 
glad to provide further advice as needed. 

REL:JG:nwm 
Enclosures 

Sincerely, 

'7:t~"i/- : .. j .! 
Robert E. ~icii~h.t</..::;.. ---
Counsel 
Legal Division J 



California 
Fair Political 
Practices Commission 

Lance Olson 
Olson, Connelly & Hagel 
431 J street, Fourth Floor 
Sacramento, CA 95814 

Dear Mr. Olson: 

December 5, 1985 

Re: A-85-242 

Your letter requesting advice under the Political Reform 
Act has been received by the Fair Political Practices 
commission. If you have any questions about your advice 
request, you may contact me directly at (916) 322-5901. 

We try to answer all advice requests promptly. Therefore, 
unless your request poses particularly complex legal questions, 
or unless more information is needed to answer your request, 
you should expect a response within 21 working days. 

Very truly yours, 

(:;~ < I / '-')ci~-'~ ./ [' /, - l "<, ( 
U'" II VA / /'c:'\..(/ ' 

Robert.~ eid~h 
Counsel c/ 
Legal Division 

REL:plh 
cc: Helen Thomson 

428 J Street, Suite 800 • P.O. Box 807 • Sacramento CA 95804-0807 • (916) 322-5660 



The fo I low I ng are a I I of the Job c I asses represerited by the Yo I 0 County /.lanagement 
Association. 

£L'lSS I f I cat Ion 

Accountant IV 
Accountant IV (4) 
Admnlstratlve ServIces Officer I 
AdmInistrative Services Officer II 
Affirmative Action Coordinator 
Architectural Contr~ct AdmInistrator 
Assessment OffIce Supervisor 
AssIstant Assessor 
Assistant Audltor-Controller 
Assistant County Clerk - ElectIons 
Assistant Director of Social Services . ".""", 

AssIstant County Recorder 
Assistant DIrector of PlannIng 
Assistant Director of PublIc Works (16) 
Assistant Treasurer-Tax Collector 
AssocIate Clv! I EngIneer 

Chief AppraIser 
Chief Deputy Clerk-Recorder 
Chief Deputy SIte & BuildIng Inspection 
ChlFf :iospltal Laboratory TechnologIst 
Chlcf InvestIgator (PublIc Defender) 
ChIef Investigator (Social Services) 
Chief of Environmental Health 
ChIef of PublIc Health Laboratory ServIces 
Chief Pharmacist 
CIvil EngIneer AssocIate 
Co~~unlcQtlons EngIneer 

Data ProcessIng OperatIons Coordinator 
Data ServIces Coordinator/Programmer 
OGPuty AgrIcultural CommIssioner 
Deputy Dlrecto~,HSA Fiscal ServIces 
D""pllty.Diree+or - Mental Heal+'" ServIcE'S 
Deputy Program Goordlnator - Alcohol & Drug 
Dlroctor of Alcohol and Drug 
Director of Nursing Services 
DIrector of Parks, Grounds & Museum 
Ulrector of ProbatIon ServIces 
Director of Public Heal+h 
Director of PublIc Health Nursing 

~Di'8ct()r/Pro9ram r.hlef of ~~e{1+.::\1 Health (20) 

Emergency ServIces CoordInator 

Health Services Agency Accountant 
Health Services Agency AdmInistratIve Coordinator 
~o5pltal Administrator 
HospItal Finance Officer 

Salary Range 
EffectIve 9/15/85 

22.68 (2268-2756) 
23.82 (2382-2895) 
20.50 (2050-2493 ) 
23.54 ( 2354-2862) 
21.62 ( 2162-2628) 
25.07 (2507-3047) 
18.49 ( 1849-2247) 
26.56 (2656-3228) 
26.04 (2604-3166 ) 
20. 14 (2014-2449) 
27.70 (2770-3367 ) 
20. 14 ( 2014-2449) 
26.15 (2615-3178) 
29.44 ( 2944-3578) 
21.86 (2186-2658) 
23.74 (2374-2886) 

25.80 (2580-3135) 
22.69 ( 2269-2757> 
23.83 ( 2383-2896) 
20.29 (2029-2466) 
20.68 ( 2068-2514 ) 
21.83 (2183-2653) 
24.22 (2422-2944 ) 
22.70 (2270-2759) 
25.46 (2546-3094) 
21. 51 (2151-2616) 
22.36 (2236-2717) 

19.50 ( 1950-2371 ) 
19.29 (1929-2344 ) 
23.01 ( 2301-2797> 
26.83 (2683-3261 ) 
29.60 ( 2960-3597) 
22.96 (2296-2792) 
28.64 (2864-3481) 
28.40 ( 2840-3452) 
24.06 (2406-2924 ) 
24.09 ( 2409-2927> 
44 IF, (4471')-54411 
29.40 (2840-3452) 
44.76 (IIn';-'1441 ) 

20. 15 (2015-2450) 

23.12 (2312-2810) 
n.08 <2308-2805 ) 
31. 61 (3161-3842) 
27.21 (2721-3308) 



' .. 
Classification 

Juvenile Hall Superintendent 

Librarian I I I 
Librarian I I I (31) 

Manager of BuIldIngs & Grounds 
Manager of Purchasing Services 
Manpower Coordinator 
Manpower Fiscal Officer 
Medical Records Administrator (30) 
Mental Health Program CoordTnator 

Nursing Educator/Quality Assurance Coordinator 

Personnel Analyst I 
Personna I Ana I yst I I 
Personnel Analyst I I I 
PlannIng and Evaluation Health Specialist 
Program DIrector 
Psychiatrist (21) 

Road Maintenance Superintendent 

Senior BuIlding Inspector 
Senior CivIl EngIneer 
Senior Manpower Coordinator (15) 
Staff Services Manager I 
Sta ff Serv I ces Manager I I 
SlIpervlslng Investigator 
Sup~rvlslng Probation Officer 
Systems and Programmer Supervisor 

Telecommunications Manager 
TransIt Coordinator 

Veterans Services OffIcer 

Salary Range 
Effective 9/15/85 

17.70 

19.65 
20.63 

21.87 
24.35 
19.80 
19.80 
18.14 
28.19 

25.01 

16.21 
18.34 
20.14 
24.31 
24.71 
41.46 

22.77 

20.49 
26.41 
20.54 
19.76 
22.76 
21.85 
21.39 
23.41 

20.74 
26.41 

20.42 

( 1770-2153) 

( 1965 -2388) 
( 2063-2507) 

(2187-2659) 
( 2435-2960) 
( 1980-2407) 
( 1980-2407) 
( 1814-2205) 
(2819-3426) 

(2501-3040) 

(1621-1970) 
(1834-2229) 
(2014-2449) 
(2431-2956) 
(2471-3004) 
(4146-5040) 

( 2277-2769) 

( 2049-2491 ) 
(2641-3211) 
(2054~2497 ) 
( 1976-2402) 
(2276-2768 ) 
(2185-2655) 
(2139-2600) 
(2341-2846) 

(2074-2521 ) 
(2641-3211) 

( 2042-2482) 



MEMORANDUM OF UNDERSTANDING 

Between the County of Yolo and the Yolo County Management Association 

COMPENSATION 

Salaries for all members of the Management Un.it will be increased b~ 4.5% 
retroactive to September 15, 1985. See Attachment A for salary ranges 
effectlve September 15, 1985. 

MANAGEMENT BENEFIT PACKAGE 

I. MANAGEMENT BENEFITS 

A. General 

1. Benefits are based on fiscal years. All claims to be charged to a 
year must be submltted no later than the last working day of the 
fiscal year. Claims for benefits cannot extend beyond one year. 
Since claims are on a reimbursement basis, proof of original payment 
for services must be provided. All claims must be routed through 
the Personnel Department. 

2. Employees in new positions designated as "management" during the 
year by the Board of Supervisors will receive a prorated share of 
fixed benefits and discretionary benefits on a monthly basis from 
the first day of the month in ~Jhich the Board action is effective. 
In the case of retroactive effective dates, amounts already 
contributed by the County will be deducted from the prorated 
management benefit package total. 

3. If, at any time, the cost of the fixed benefits 
employee1s available balance, the excess amount yJill 
from his/her regular wages. 

exceeds the 
be deducted 

4. Tho::> m~l(imum amo"nt. ~vi'!ilable to each management employee during 
lQP,t:i/86,vIjU_Jl.e. $3.786 Ifor the benefits as outlined. The maximum 
CWluunt foy· 1986/87 will be $31807. 
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5. If a management employee is placed on leave-of-absence-without-pay 
status, the management benefit package wi 11 be prorated for the 
year. 

6. Any remalnlng balance (must be at least ten dollars) in the 
management benefit package can be transferred to one of the County's 
deferred compensation plans, provided the employee completes the 
necessary forms required by the respective plan. 

B. Fixed Benefits 

1. Health Coverage 

a. Management employees may select from Kaiser, Stay Well, or 
oundation health lans, "lith costs ~be paid from the 

management ene 1 package. Only one plan may be selected. t-lo 
changes in coverage may be made except as provided in the 
agreements with the health plan operators. 

2. Dental Coverage 

a. The dental plan is mandatory for all employees regardless of 
their enrollment status in a medical plan. Additionally, 
dental coverage for the employee's spouse and dependents is 
made available, and the management benefit package must be used 
to pay the cost of the coverage. 

C. Discretionary Benefits (Employee must file individual claims for 
reimbursement) 

1. Physical Examination - A management employee may be reimbursed up to 
$100 for the cost of a physical examination performed by a private 
physician, if his/her health plan does not provide physical 
examinations at no charge. Claims for reimbursement must be routed 
through the Personnel Department and must be accompanied by a 
receipt or statement from the physician indicating that a physical 
examination has been performed. Evidence of payment is also 
required. 

2. Unmet medical, dental, and prescription costs-not covered by the 
County's medical/dental plans can be reimbursed from the 
discretionary benefit balance. 

3. Vision Care - Management employees may be reimbursed for eye 
exami nat ions and correct; ve 1 enses for' thems~lves 1_"?Q2.U.S_~.?, and 
dependents. Claims for reimbursement must be accompanied by a 
receipt or statement from the physician indicating that an eye 
examination has been performed and/or that corrective lenses have 
been purchased. Evidence of payment is also required. 

4. Membership in Professional Organizations - Management employees may 
be reimbursed for dues for professional organizations deemed by 
Department Heads to be directly job related and in the County's 
interest. Not covered are dues for service social, fra rnal, 
cultural, political, religious, and labor organ zations. Also, dues 
statements for professional organizations shou d be accompanied by 
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receipts showing the periods covered by the membership(s). Claims 
must be accompanied by evidence of payment. 

5. Life Insurance - Management employees may be reimbursed for 1 He 
i..D sur a n c e pol i c i e sort the ei.!!!? 1 0)' e e , s p o~s e and d ~ end ~n t_ s: as 
selected by the emploxee. Claims for reirnbursemen must be routed 
through the Personnel Department and must be accompanied by a 
receipt or statement from the agent or carrier. A copy of the face 
sheet of the policy must accompany the initial claim to establish 
that the policy has been written. Evidence of payment must be 
provided. 

6. 

7. 

Insurance Same procedure as for 1 He insurance 
coverage. 

Professional Liability Insurance 
insurance coverage. 

Same procedure as for life 

8. Job-related Training Reimbursement for the cost of training 
approved by the Department hedd as both job related and in the 
County's interest. 

Types of acceptable training include: academic training; workshops; 
seminars; and other training activities designed to improve 
professional skills. 

Training designed for self improvement is not reimbursable. 
(Transcendental meditation, ESP, speed reading, job stress and and 
memory training hdve all been specifically defined as not 
reimbursable.) 

Allowable training may take place during an employee's normal work. 
day. 

Reimbursement is allowed for technical books and periodicals, as 
deemed job related by the Department Head. These may be retained as 
the property of the employee. 

9. Management employees required to use private vehicles for County 
business can use their discretionary balances to pay any increased 
vehicle insurance costs resulting from such use. 

10. ~Jork-related Equipment - Work-related equipment may be purchased by 
the employee and reimbursed from the discretionary balance of the 
management benefit package if the following criteria is met: 

a. equipment must specifically relate to the employee's job 
duties; 

b. equipment shall be retained at the workplace during customary 
work hours; 

c. reimbursement for work-related equipment is limited to $300 per 
item and $500 per fiscal year. Data proceSSing and word 
processing terminals and auxiliary equipment and software are 
not subject to the $300 and $500 mon t ry 1 imits iden t if i ed 
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above. The employee ackowledges that the County shall not 
compensate the employee for losses or damages caused to the 
equipment purchased out of the management benefit package; 

d. the management employee shall submit a ~ritten justification to 
the Department Head, indicating how the ite~ relates to hislher 
job duties; and 

e. the Department Head must approve the request, including the 
justification statement, and proof of purchase. 

11. Membersh i pin a Hea lth Club - for the purpose of phys i ca 1 fitness 
and is authorized for reimbursement for the employee only. 

12. Car Allowance - Management employees may choose to receive a $50 per 
month car allowance from their management benefit package. A clai~ 
may only be submitted once during the fiscal year. Claim will 
activate monthly car allowance beginning with month claim is filed 
continuing forward, and retroactivity is not permitted. 

I I. VACATION 

Management personnel shall receive the same vacation schedule as General 
Unit employees receive each year. 

II 1. HOLIDAYS 

Management personnel shall receive the sa~e holidays and floating 
holidays as general Unit employees. 

IV. ADMINISTRATIVE LEAVE 

Ad~inistrative leave for 1985/36 and 1986/87 will be Rn hrlllrc;. Time 
usage of such leave is subject to approval of the DeparUfienT: Head, and 
must be taken within the fiscal year. 

Management emp 1 oyees are ent it 1 ed to admi n i s trat i ve 1 eave on the da te 
they become members of the Management un i t. In the event a Management 
employee terminates employment. the employee will not be required to pay 
back any portion of administrative leave previously taken, nor will the 
County pay any ~1anagement employee for administrative leave left on the 
records after termination of employment. For management employees hired 
after July 1, administrative leave shall be earned on a monthly basis and 
sha 11 be prora ted, based on the date the emp 1 oyee became part of the 
un i t. 

V. VACATI ON BUY BACK 

Any Management employee accruing vacation at the rate of 15 working days 
or more per year may receive an equivalent cash payment for 12 vacation 
days per fiscal year. 
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V I. RET! REMENT 

County wi 11 cont i nue to pay the 7% emp 1 oyee' sport i on of ret i rement for 
Management emp 1 oyees. County wi 11 pay up to $12.50 per month toward 
hea 1 th insurance coverage for any r·lanagement emp loyee who ret i res on or 
after July 1, 1982, with at least 20 years of service credit with the 
County. 

VII. DISABILITY INSURANCE 

County Disability Insurance (COIL 

1. County agrees to provide disability benefits of 75% of gross pay for 
a maximum of 52 \'leeks from the date disabi 1 ity payments cOl1111ence. 

2. Benefits may begin after the first consecutive seven (7) calendar 
days of disability or the first day of hospitalization, whichever 
come s fir s t. 

3. A disabled employee may, at this/her option, "se all or part of 
accrued sick leave, vacation, administrative leave and/or floating 
holiday leave during this seven (7) day waiting period. 

TERMS AND CONDITIONS 

COUNTY and ASSOCIATION agree that so long as the existing rights of Management 
employees are preserved, there is no need for a formal written document in the 
form of a labor contract between the County and Association. The County 
recognizes that this agreement in no way abrogates the right of the 
Association as a recognized employee organization and the representative of 
the employees in the Management Unit, to notification in the event the County 
proposes any changes in policy which affect wages, hours or terms and 
conditions of employment of members of the unit, nor the Association's right 
to request to meet, and confer on such proposed changes pursuant to the Meyers 
Milias Brown Act, Government Code Section 3504.5. 

To update current practices and policies applicable to employees in the 
Management Unit, County and Association have agreed that certain County Code 
sections must be udpated or changed to reflect current practice. Until those 
changes dre effectuated, it is agreed that any provisions in the MOU between 
County and Association, which expired on September 15, 1985, \.yhich are in 
variance from the County Code, shall continue to be applicable to employees in 
this unit. 

The County agrees to make the following amendments to the County Code: 

1. Yolo County Code Section 2-6.21.1 Administrative Leave, shall be 
amended to reflect the following concept, with exact lanaguage to be 
drafted by the County Counsel: 

Certain County employees in units other than the general unit, 
supervisory unit, deputy sheriff's unit, and investigators unit, and 
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certain unrepresented employees shall be entitled to annual 
administrative leave (non-accumulative) which is to compensate for 
overtime, night meetings, and other work related activities~ 
provided hO'iever, that the amount of such leave shall be as set 
forth in MOU for represented employees and in administrative policy 
for unrepresented employees. By non-accumulative is rJeant that any 
of the annual administrative leave not used during a fiscal year is 
lost and cannot be carried forward to a later fiscal year. 
Arrangements to take administrative leave shall be between the 
employee and his/her department head. There ;s no countywide 
restriction on an employee v/ho has accrued administrative leave 
taking such leave in conjunction with other accrued leaves, hOI/ever, 
department may establish any rules regarding using administrative 
leave as are reasonable in light of the department's operation. 

2. Yolo County Code Section 2-6.40 shall be revised to reflect the 
current practice regarding Industrial Accidents/on the job injuries 
and illnesses which is basically set forth in MOU Section Article V, 
Sections Band C. 

3. Yolo County Code Section 2-6.36.2.c Maternity Leave shall be amended 
to reflect the current practice of allowing up to 12 weeks o~ such 
leave. 

4. Yolo County Code Section 2-6.34.b.(I) shall be revised to reflect 
the current practice of 32 hours of floating holiday time. 

5. Yolo County Code Section 2-6.50 shall be revised to reflect that 
performance evaluations which are less than satisfactory may be 
grieved through Step 2 of the formal procedure. Section 
2-6.50.g.(3) shall be revised to state that the grievant shall bear 
one-half the cost of the Labor Relations Panel and any mutually 
agreed upon transcript or reporter fees. 

6. The disciplinary procedure currently contained in Article XIII of 
the MOU shall be amended into the Yolo County Code to apply to 
Management employees. Section L shall be changed to reflect current 
practice. 

COUNTY and ASSOCIATION agree that certain rules and regulations appropriately 
belong in policy or administrative rule rather than ordinance. The parties 
agree that the County Administrator will issue an administrative policy 
memorandum to all Department Heads dealing with those subjects. That policy 
memorandum shall include the following: 

The following administrative procedures shall apply for all employees in the 
Management Un it: 

1. Personnel Files 

1.1 Personnel files shall be held to be confidential. 

1.2 Management employees shall be allowed to review their personnel files on 
reques t. 
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1.3 t1anagement employees may respond in writing or personally to any 
information in their files and any written response shall become a 
permanent part of the employees personnel record. 

1.4 Personnel fi les shdll contain only job related material and management 
employees shall be provided with a copy of every document placed in their 
files at the time the document is placed in the file. 

1.5 Generally speaking matters of a derogatory nature v/hich do not lead to 
disciplinary action within six months shall not be used as a basis for 
future disciplinary action based solely on that matter. but may be used 
in an accumulation of matters of a derogatory nature which lead to 
disciplinary action. This limitation shall not apply where a criminal 
action is involved. 

1.6 At the time of evaluation. any materials collected in a departmental 
working file shall be either placed in the official personnel file. 
incorporated in the evaluation. or be destroyed. Materials maintained in 
a working file shall not be used as the basis for discipline unless 
properly placed in the personnel file with a copy to the employee. 

1.7 Placement of material in a personnel file shall be grievable through Step 
2 of the formal grievance procedure, except that formal letters of 
reprimand may be grieved up to and including appeal to the Labor 
Relations Panel. 

2. Performance Evaluations 

2.1 ~1anagement employees have the right to respond in writing to a 
performance evaluation and may also submit an appeal to the department 
head raising specific issues of disagreement, where the overall rating is 
less than satisfactory. The employees response or rebuttal to the 
evaluation shall be attached to the evaluation and become a permanent 
part of the personnel fil~. 

3. Reinstatement of sick leave on reinstatement after layoff. 

3.1 Employees receiving a sick leave payoff on layoff may, if reinstated 
during the specified reinstatement period repay the full amount of sick 
leave payoff received and have his/her former sick leave balance 
restored. The payment in full to the County must be made prior to 
reinstatement to exercise this option. 

4. Out-of-class pay. 

4.1 Where an employee is assigned to work out-of-class. a management employee 
shall receive the minimum step in the new range which is no less than a 
5% increase in compensation, if the out-of-class I-JOrk involves \'Jork in a 
position having a higher salary range. Where a management employee is 
assigned out-of-class work and is subsequently rec1assified to the higher 
position, if there is no break in service in the higher position, the 
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management er.1ployee shall receive service til1e for purposes of 
advancement of salary in that classification. 

FOR THE ASSOCIATION 

KEN AKINS, Negotiator 

LUCILLE OEJANVIER 
Vice President 

STAN KWAN 
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FOR THE COUNTY 

o. H. FIFI ZEFF, Esq. 
Employee Relations Officer 

FLOYD ~1CCAIN 
Director of Personnel 



The fol lowing are al I of the Job classes represented by the Yolo County Management 
AssocIatIon. 

£!.?sslflcatlon 

Accountant IV 
ACGountant IV (4) 
Admnlstratlve Services Officer I 
AdminIstratIve Services OffIcer I 
AffIrmatIve ActIon Coordinator 
ArchItectural Contr~ct Admlnlstrai 
Assessment OffIce SupervIsor 
Assistant Assessor 
AssIstant Audltor-Control ler 
Assistant County Clerk - ElectIons 
AssIstant DIrector of SocIal ServIces 
AsslstantCounty~Recorder 
Assistant Director of Planning 
Assistant DIrector of Public Works (16) 
Assistant Treasurer-Tax Col lector 
AssocIate Clv1 I Engineer 

Chief Appraiser 
Chief Deputy Clerk-Recorder 
Clilef Deputy SIte & BuildIng InspectIon 
Chid :,ospltal Laboratory Technologist 
ChIef Investigator (Publ Ie Defender) 
ChIef Investigator (SocIal Services) 
ChIef of EnvIronmental Health 
Ch I ef of Pub I 'C Hea I th Laboratory Serv I C8S 

Chief Pharmacist 
Clvl I Engineer AssoclatG 
Co~r.unlc3tlons Engineer 

Data Processing OperatIons Coordinator 
Data ServIces Coordinator/Programmer 
Oeputy Agricultural CommIssioner 
Deputy Dlrecto~,HSA FIscal ServIces 
DppIJty.Direc+or - Mental Heal+h Services 
DeputyP(ogram ~oordlnajor - Alcohol & Drug 
Director of Alcohol and Drug 
Director of Nursing ServIces 
Director of Parks, Grounds & Museum 
Olrector of ProbatIon Services 
Director of Public Heal+h 
DIrector of PublIc Health Nursing 

• ~Dir6ct()r/pro9ram r:hlef of f.ler h ll Health (20) 

Emergency Services CoordInator 

Health Services Agency Accountant 
Health Services Agency Administrative CoordInator 
Hospital AdmInIstrator 
Hospital Finance OffIcer 

Salary Range 
Effective 9/15/85 

22.68 (2268-2756) 
23.82 ( 2382-2895) 
20.50 (2050-2493 ) 
23.54 ( 2354-2862) 
21.62 (2162-2628) 
25.07 ( 2507-3047) 
18.49 ( 1849-2247> 
26.56 (2656-3228) 
26.04 (2604-3166) 
20.14 (2014-2449) 
27.70 ( 2770-3367> 
20. 14 (2014-2449) 
26.15 ( 261 5 -31 78) 
29.44 ( 2944 -3578) 
21.86 (2186-2658) 
23.74 (2374-2886) 

25.80 (2580-3135) 
22.69 (2269-2757) 
23.83 (2383-2896) 
20.29 ( 2029-2466) 
20.68 (2068-2514) 
21 .83 (2183-2653) 
24.22 (2422-2944 ) 
22.70 ( 2270-2759) 
25.46 (2546-3094) 
21 .51 (2151-2616) 
22.36 (2236-2717) 

19.50 ( 1950-2371 ) 
19.29 ( 1929-2344) 
23.01 ( 2301-2797> 
26.83 (2683-3261 ) 
29.60 ( 2960-3597> 
22.96 ( 2296-2792) 
28.64 ( 2864-3481) 
28.40 ( 2840-3452) 
24.06 (2406-2924 ) 
24.09 (2409-2927) 
440 71; (4471'1-54040 1 ) 

'29.40 ( 2840-3452) 
44_76 (/0 1.7(;-'i441 ) 

20. 15 ( 2015-2450) 

23.12 (2312-2810) 
:::3.08 (2308-2805) 
31 .61 (31 61 - 3 842) 
27.21 (2721 -3308) 



MEMORANDUM OF UNDERSTANDING 

Between the County of Yolo and the Yolo County Management Association 

COMPENSATION 

Sa 1 ari es for all members of the Management UnH will be increased by" 4. 5~~ 
retroactive to September 15, 1985. See Attachment A for salary ranges 
effectlve September 15, 1985. 

MANAGEMENT BENEFIT PACKAGE 

I. MANAGEMENT BENEFITS 

A. General 

1. Benefi ts are based on fi sca 1 years . All c 1 a ims to be charged to a 
year must be submltted no later than the last working day of the 
fiscal year. Claims for benefits cannot extend beyond one year. 
Since claims are on a reimbursement basis, proof of original payment 
for services must be provided. All claims must be routed throu9h 
the Personnel Department. 

2. Employees in new positions designated as "management" during the 
year by the Board of Supervisors will receive a prorated share of 
fixed benefits and discretionary benefits on a monthly basis from 
the first day of the month in ~Jhich the Board action is effective. 
In the case of retroactive effective dates, amounts already 
contributed by the County will be deducted from the prorated 
management benefit package total. 

3. If, at any time, the cost of the fixed benefits exceeds the 
employee's available balance, the excess amount will be deducted 
from his/her regular wages. 

4. Thp mi-l:dmum amo'int. i-lv"ilable to each management employee during 
lQRS/86,wjlJ.....b.e. $3,786 !for the benefits as outlined. The maximum 
Q'ifuunt for. 1986/87 will be $J,807. 
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receipts showing the periods covered by the membership(s). Claims 
must be accompanied by evidence of payment. 

5. Life Insurance - t~anagement emp 1 oyees may be reimbursed for 1 i fe 

6. 

7. 

insurance pol i c i es on the _~mjJ_l cyee, spo~.s~and ____ Q~..enct~!lls, as 
5iglected by the emplo.>::ee. Claims for reimburser:1ent r:1ust be routed 
through the Personnel Department and must be accompanied by a 
receipt or statement from the nt or carrier. A copy of the face 
sheet of the po:icy must accompany the initial claim to establish 
that the policy has been written. Evidence of paYr:1ent must be 
provided. 

Disability Insurance procedure as for life insurance 
coverage. 

Professional Liability Insurance 
insurance coverage. 

Same procedure as for life 

8. Job-related Training Reimbursement for the cost of training 
approved by the Department head as both job related and in the 
County I s in teres t. 

Types of acceptable training include: academic training; workshops; 
seminars; and other training activities designed to improve 
professional skills. 

Training designed for self improvement is not reimbursable. 
(Transcendental meditation, ESP, speed reading, job stress and and 
memory training have all been specifically defined as not 
reimbursable. ) 

Alloy/able training may take place during an employee's normal work 
day. 

Reimbursement is allowed for technical books and periodicals, as 
deemed job related by the Department Head. These may be retained as 
the property of the employee. 

9. Management employees required to use private vehicles for County 
business can use their discretionary balances to pay any increased 
vehicle insurance costs resulting from such use. 

10. Hark-related Equipment - Work-related equipment may be purchas by 
the employee and reimbursed from the discretionary balance of the 
management benefit package if the following criteria is met: 

a. equipment must specifically relate to the employee's job 
duties; 

b. equipment shall be retained at the workplace during customary 
wor'k hours; 

c. reimbursement for work-related equipment is limited to $300 
item and $500 per fiscal year. Data processing and word 
processing terminals and auxiliary equipment and software are 
not subject to the $300 and $500 monC't ry 1 1mi ts ident i fi ed 
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VI. RETIREMENT 

County wi 11 cont i nue to pay the 7% emp 1 oyee' sport i on of ret i rement for 
Management emp 1 oyees. County wi 11 pay up to $12.50 per month toward 
health insurance coverage for any Management employee who retires on or 
after July 1, 1982, with at least 20 years of service credit with the 
County. 

VII. DISABILITY INSURANCE 

County Disability Insurance (COl) 

1. County agrees to provide disability benefits of 75% of gross pay for 
a maximum of 52 \-/eeks from the date disabi 1 ity payments COrmlence. 

2. Benefits mal begin after the first consecutive seven (7) calendar 
days of disability or the first day of hospitalization, whichever 
come s fir s t. 

3. A disabled employee may, at this/her option, "se all or part of 
accrued sick leave, vacation, administrative ,eave and/or floating 
holiday leave during this seven (7) day waiting period. 

TERMS AND CONDITIONS 

COUNTY and ASSOCIATION agree that so long as the existing rights of Management 
employees are preserved, there is no need for a formal written document in the 
form of a 1 abor contract beb-/een the County and As soc i at i on. The County 
recognizes that this agreement in no way abrogates the right of the 
Association as a recognized employee organization and the representative of 
the employees in the Management Unit, to notification in the event the County 
proposes any changes in policy which affect wages, hours or terms and 
conditions of employment of members of the unit, nor the Association's right 
to request to meet and confer on such proposed changes pursuant to the Meyers 
Milias Brown Act, Government Code Section 3504.5. 

To update current practices and policies applicable to employees in the 
Management Unit, County and Association have agreed that certain County Code 
sections must be udpated or changed to reflect current practice. Until those 
changes are effectuated, it is agreed that any provisions in the MOU beb-/een 
County and Association, which expired on September 15, 1985, \'1'hich are in 
variance from the County Code, shall continue to be applicable to employees in 
this unit. 

The County agrees to make the following amendments to the County Code: 

1. Yolo County Code Section 2-6.21.1 Administrative Leave, shall be 
amended to reflect the following concept, with exact lanaguage to be 
drafted by the County Counsel: 

Certa i n County emp 1 oyees in un its other than the genera 1 un it, 
supervisory unit, deputy sheriff's unit, and investigators unit, and 
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1.3 t1anagement employees may respond in writing or personally to any 
information in their files and any written response shall become a 
permanent part of the employees personnel record. 

1.4 Personnel files shall contain only job related material and management 
employees shall be provided with a copy of every document placed in their 
files at the time the document is placed in the file. 

1.5 Generally speaking matters of a derogatory nature yJhich do not lead to 
disciplinary action within six months shall not be used as a basis for 
future disciplinary action based solely on that matter, but may be used 
in an accumulation of matters of a derogatory nature \-.Jhich lead to 
disciplinary action. This limitation shall not apply where a criminal 
action is involved. 

1.6 At the time of evaluation, any materials collected in a departmental 
working file shall be either placed in the official personnel file, 
incorporated in the evaluation, or be destroyed. Materials maintained in 
a working file shall not be used as the basis for discipline unless 
properly placed in the personnel file with a copy to the employee. 

1.7 Placement of material in a personnel file shall be grievable through Step 
2 of the formal grievance procedure, except that formal letters of 
reprimand may be grieved up to and including appeal to the Labor 
Relations Panel. 

Z. Performance Evaluations 

2.1 ~1anagement employees have the right to respond in writing to a 
performance evaluation and may also submit an appeal to the department 
head raising specific issues of disagreement, where the overall rating is 
less than satisfactory. The employees response or rebuttal to the 
evaluation shall be attached to the evaluation and become a permanent 
part of the personnel file. 

3. Reinstatement of sick leave on reinstatement after layoff. 

3.1 Employees receiving a sick leave payoff on layoff may, if reinstated 
during the specified reinstatement period repay the full amount of sick 
leave payoff received and have his/her former sick leave balance 
restored. The payment in full to the County must be made prior to 
reinstatement to exercise this option. 

4. Out-of-class pay. 

4.1 Where an employee is assigned to work out-of-class, a management employee 
sha 11 rece i ve the mi n imum step in the new range wh i ch is no 1 ess than a 
5% increase in compensation, if the out-of-class work involves I'lork in a 
position having a higher salary range. Where a management employee is 
assigned out-of-class work and is subsequently reclassified to the higher 
position, if there is no break in service in the higher position, the 
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